Tracking Chart 2005 Puma, Thailand 36007460D by Fair Labor Association
The factual information set forth on the Tracking Charts was submitted to the FLA by each Independent External Monitor and Participating Company and reviewed by FLA staff.  It is being made 
available to the public pursuant to the FLA Charter in order to strengthen the monitoring process. The FLA Charter provides for regular public disclosure of the factual results of independent 
monitoring and the resulting specific actions taken by Participating Companies. 
 
What is a Tracking Chart?  
 
Compliance is a process, not an event. A Tracking Chart outlines the process involved in FLA independent external monitoring and remediation. It is used by the accredited independent external 
monitor, the participating company and the FLA staff to do the following:  
 
 Record Findings: The independent external monitor uses the Tracking Chart to report noncompliance with FLA Code standards. The monitor should also cite the specific Code 
benchmark or national/local law that was used to measure compliance.  
 Report on Remediation: The FLA participating company uses the Tracking Chart to report on the remediation program that was implemented in order to resolve the noncompliance and 
prevent any future violations.  
 Evaluate Progress: The FLA uses the Tracking Chart for purposes of collecting and analyzing information on the compliance situation of a particular factory and for publication on our 
website. This information is updated on an ongoing basis. 
 
What a Tracking Chart is NOT - 
 
 An exhaustive assessment of factory conditions 
 
Working conditions - in any type of workplace - are dynamic. Each Tracking Chart represents a survey of the factory’s conditions on a specific day. Over time, a fuller picture emerges as 
we compile information from various sources to track the compliance progress of a factory. 
  
 A pass or fail evaluation 
 
The Tracking Charts do not certify whether or not factories are in compliance with the FLA Code. Monitoring is a measurement tool. The discovery of noncompliance issues is therefore not 
an indication that the participating company should withdraw from a factory. Instead, the results of monitoring visits are used to prioritize capacity building activities that will lead to 
sustainable improvements in the factory’s working conditions.  
 
• A one-time event  
 
Each monitoring visit is followed by a remediation program, further monitoring and remediation in an ongoing process. The Tracking Charts are updated accordingly. 
 
 
 
 
Note on Language 
Please be advised that because FLA independent external monitors are locally-based and English is generally not their native language, the language presented may at times appear unclear to a 
reader who is a native English speaker. In order to preserve the integrity of the transparency process and the information we receive, our policy is to publish the original text from the monitor and 
participating company. However, the reader will note that we have taken the precaution to remove any identifying information about the factory that was monitored or the workers interviewed.  
 
For example, in cases where monitors and/or participating companies have cited the actual number of workers in reference to a noncompliance issue, in order to protect the workers’ identities, we 
have replaced the numbers with generic wording in brackets (i.e. “[some]”, “[worker interviews revealed that]”,etc.).   
 
We do not disclose the name of the factory that was monitored in order to ensure that the FLA’s efforts to encourage and reward transparency do not have detrimental consequences for the 
factory and the workers.  
 
Instructions for Printing 
The information contained in the Tracking Charts is organized by columns and rows in a table format. Due to the number and width of the columns, the charts have been formatted for legal size 
(8.5 x 14in.) paper. To print the charts, please make sure to select “legal” size paper from Print properties. 
Country
Factory name
IEM
Date(s) in facility
PC(s)
Number of workers
Product(s)
Production processes
[Status]
FLA Code/ Compliance issue Country Law/Legal Reference FLA Benchmark Non-compliance Risk of Non-compliance  Evidence of Non-compliance 
(uncorroborated)
If not corroborated, explain why Sources/Documentation used for 
corroborating
Notable Features implemented by Factory 
Management or Company
PC Remediation plan Target 
Completion 
Date
Factory Response (Optional) Company follow up                                                
(February 6, 2006)
Documentation Completed; 
Pending; On-
going
Company Follow up                                                                        
(June 28, 2006)
Documentation Completed; 
Pending; On-
going
Company Follow up                                                                        
(November 8, 2006)
Documentation Completed; 
Pending; On-
going
1. Code Awareness
Worker/management awareness of Code FLA Principle of Monitoring, Obligation of 
Companies: Ensure that all Company 
factories as well as contractors and suppliers 
inform their employees about the workplace 
standards orally and through the posting of 
standards in a prominent place (in the local 
languages spoken by employees and 
managers) and undertake other efforts to 
educate employees about the standards on a 
regular basis.
No record about CoC training nor education 
found and workers are not aware of CoC.
No factory record, Management Interview, 
Worker Interview
Conduct training on Code of Conduct for all 
factory constituents and formulate evaluation 
system to ensure that trainees understand the 
concept.  Include also in training incoming  new 
employees.
30-Nov-05 Already Implemented Monthly briefing of old workers started in September 
2005 ( a total of 44 out of about 168 workers already 
briefed as of January 2006) but centered only on 
working hours, wages and benefits, rules and 
penalties, and health and safety. Topics not included 
were child labor, forced labor, non-discrimination, 
harassment or abuse and freedom of association. 
= need further follow up on inclusion in the briefing of 
other topics that were missed out
interview and 
document review
pending Training of all employees already completed but 
training does not yet include such topics as 
harassment or abuse, non-discrimination and 
freedom of association. Child labor and forced labor 
are already included.
Training usually takes one hour after which an 
evaluation test is given.  If worker does not pass the 
test, he has to attend the training again.  Four of the 
interviewed workers mentioned that they attended 
the training twice.
training records;  
management and 
workers' interview
pending Briefing guide for new workers was revised on 
July 1, 2006 and now includes harassment or 
abuse and non-dicrimination but not freedom of 
association.
Worker who does not get a perfect score in the 
evaluation test has to attend briefing and take the 
test again
new brieifng 
guide and 
briefing 
evaluation tests
pending
Confidential non-compliance reporting 
channel
FLA Principle of Monitoring, Obligation of 
Companies: Develop a secure 
communications channel, in a manner 
appropriate to the culture and situation, to 
enable Company employees and employees 
of contractors and suppliers to report to the 
Company on noncompliance with the 
workplace standards, with security that they 
shall not be punished or prejudiced for doing 
so. 
There is one suggestion box in the factory 
but no sign or any communication conveying 
to the workers what it is. In addition, no 
indication or sign that workers will not be 
punished or discriminated against for making 
grievances.
Visual inspection, Worker Interview and 
Management Interview
Post the procedures on how to use the 
suggestion box at or near the unit. Procedures 
shall include the day for opening the 
suggestion box and answering the complaints / 
suggestions; that unsigned complaints shall be 
entertained and an assurance of non-retaliation 
against the one making the complaint. Brief all 
employees on the procedures.
30-Nov-05 Written procedure and suggestion form will 
be provided near suggestion box area.  
Employees will be briefed about the practice 
and procedure and its benefits to them.
Written procedures already provided. The form 
requires signature by the worker though "no action 
against employee" is indicated. This topic was also 
included in the briefing
= need further follow up on the removal of 
requirement for worker's signature in the suggestion 
or complaint
interview and 
document review
pending Guidelines still do not include that "unsigned 
complaints will be entertained"
copy of guidelines 
posted on the 
suggestion box
pending Guidelines are posted at the suggestion box and 
are also printed on the forms near the box 
provided for use by the workers on which to write 
the complaints or suggestions. Guidelines 
mention that there is no need to sign complaint; 
worker will not be punished; management reply 
will be given within two weeks. 
copy of 
guidelines 
posted on the 
suggestion box 
and the forms 
near the 
suggestion box 
completed
No written policy concerning Forced Labor Management Interview and Document 
Review
Formulate policy and guidelines about non-
employment of forced labor. Brief all 
employees about the new policy and 
guidelines. Include in the briefing of incoming 
employees.  
30-Nov-05 Force labor policy will be reviewed and 
amended according to local laws and 
regulations.
Policy and guidelines on forced labor already 
formulated but not included in briefing of workers
= need further follow up on inclusion of the policy in 
briefing of workers
interview and 
document review
pending Topic already included in the training of workers.  
One of the questions in the evaluation test is about 
forced labor
training records; 
interview
completed Small decorative banners are hang inside the 
factory with some statements written on them. 
One of the banners is about non-employment of 
forced labor in the factory
inspection completed
Employment Records Employers will maintain sufficient hiring and 
employment records to demonstrate and 
verify compliance with this Code provision
No employment or work contract found. Document review, management interview 
and worker interview
Make a standard written employment contract 
or other similar document such as appointment 
letter containing the details of the terms of 
employment as required by the local labor 
regulations. Have it signed by both employer 
and employee. Provide copy to the employee.
30-Nov-05 Already Implemented The employment contract was operative starting 
December 12, 2005. It contains the basic terms of 
employment and are both signed by the factory and 
employee. It also contains acknowledgment by 
worker that he had undergone briefing on wages, 
benefits, wage deductions, discipline and termination.
No copy is given to worker
=need further follow up on provision of copy to worker
interview and 
document review
pending Copy of contract already provided to workers.  
Interviewed workers were not asked if they were 
given copy of the contract.  They were instead 
asked where their copy of the contract was and they 
all answered "at home".
employment 
records; workers' 
interview
completed Employment files that were checked include 
contracts with receipt of copy acknowledged by 
workers. Interviewed workers acknowledged 
receiving copy of contract
employment 
records; 
workers' 
interview
completed
Recruitment Contracts TLP 1998 Chapter1 Section 17 "…..In 
terminating the employment contract under 
paragraph two, the employer may pay the 
wages in an amount which must be paid up 
until the time of termination of the contract as 
specified in the notice and dismiss the 
employee immediately, and it shall be 
deemed that the payment of wages to the 
employee under this paragraph is the 
payment of remuneration to the employee 
according to Section 583 of the civil and 
Commercial Code.
There can be no employment terms 
(including contracts, recruitment 
arrangements, or any other instruments) 
which specify that employees can be 
confined or be subjected to restrictions on 
freedom of movement; allow employers to 
hold wages already earned; provide for 
penalties resulting in paying back wages 
already earned; or, in any way punish 
workers for terminating employment.  (It is 
acceptable to provide bonuses to workers 
who stay for a term of contract and meet 
reasonable conditions, such as regular 
attendance, punctuality, good quality, etc
In the Factory Rules and Regulations, page 
27, Point 3: 'the employee who leaves / 
resigns before getting approval or stops 
working before the resignation date will be 
counted as abandoning their duties. The 
company can terminate and stop providing 
any monetary or in-kind benefit or 
compensation." which is against the law. 
Company Rules and Regulations Factory explained that this refers to cases 
when the employee does not report to work 
continuously for 3 days without notice before 
the effective date of resignation. In which case 
he will be considered on AWOL or absence 
without leave which is punishable by 
termination under company rules if done for 
three consecutive days.  In such an instance, 
the worker will still get the wages due him up to 
the last day that he reported to work. It is only 
the balance of unused leave that will not be 
paid if the worker is on AWOL.
30-Nov-05 Company rules and regulations will be 
reviewed, any amendment will be done 
according to local laws and regulations.
Regulation not revised. Factory sees no need to 
revise regulation.
management 
interview, 
regulations
 Actual practice of factory is that only days not 
worked up to the date of resignation are not paid.  
Unused leaves are also paid if employee gives 
notice for stopping to work even before date of 
resignation. 
payment to 
resigned 
employee who 
stopped working 5 
days before date 
of resignation 
(payroll for April 
'06)
completed No new update on this
3. Child Labor
No written policy concerning Child Labor, just 
specification of the min. Age of the 
applicants.
Document Review Formulate a written policy and guidelines about 
non-employment of child labor.  Ensure that 
hiring procedures shall include compliance with 
the documentary requirements for verification 
of applicant's age. Brief all personnel involved 
in the recruitment process
30-Nov-05 Policy on child labor will be issued and 
implemented according to local laws and 
regulations.
Policy and guidelines already formulated but not yet 
included the topics for briefing of workers.
= need further follow up on inclusion of policy in 
briefing of workers
interview and 
document review
pending Topic is already included in the briefing of all 
employees. 
training records; 
separate 
interviews of 
supervisors and 
workers
completed
4. Harassment or Abuse
No written policy regarding Harassment or 
Abuse found
Document Review Formulate a written policy and guidelines on 
non-harassment or abuse including guidelines 
on how to prevent it and sanctions against 
those doing it. Brief all employees about the 
new policy and guidelines.  Include in briefing 
of incoming employees
30-Nov-05 Policy on Harassment and Abuse will be 
issued and implemented according to local 
laws and regulations.
Policy and guidelines already formulated but not yet 
included the topics for briefing of workers.
= need further follow up on inclusion of policy in 
briefing of workers
interview and 
document review
pending Topic not yet included in the briefing management 
interview; 
documents review
pending Briefing guide for new workers was revised on 
July 1, 2006 and now includes harassment or 
abuse
new brieifng 
guide
completed
Training of Management in Disciplinary 
Practices
Employers will provide training to managers 
and supervisors in appropriate disciplinary 
practices
No training to manager or supervisor. No record found and Management Interview Provide a training for managers and 
supervisors about harassment or abuse and 
how to prevent it. Keep record of training
30-Nov-05 Training will be conducted and records 
maintained every half a year.
Training not yet done pending failed to check this during this visit  pending Briefings of managers and supervisors were 
conducted in May  2006
interview and 
copy of briefing 
document
completed
Disciplinary Action  Punishment of Abusive 
Supervisors/Manager
Management will discipline (could include 
combinations of counseling, warnings, 
demotions, and termination) anyone 
(including managers or fellow workers) who 
engages in any physical, sexual, 
psychological or verbal harassment or abuse
No policy or any rules regarding disciplinary 
action for abusive supervisor/managers.
No record found and Management Interview Formulate a written policy and guidelines on 
non-harassment or abuse including guidelines 
on how to prevent it and sanctions against 
those doing it (including management and 
supervisors). Brief all employees about the 
new policy and guidelines.  Include in briefing 
of incoming employees
30-Nov-05 Policy on disciplinary action will be issued 
and implemented according to local laws and 
regulations.
Policy and guidelines already formulated (with 
separate guidelines on sexual harassment) but not 
yet included the topics for briefing of workers.
= need further follow up on inclusion of policy in 
briefing of workers
interview and 
document review
pending Topic not yet included in the briefing management 
interview; 
documents review
pending Briefing guide for new workers was revised on 
July 1, 2006 and now includes harassment or 
abuse
new brieifng 
guide
completed
Record Maintenance  Employers will maintain written records of 
disciplinary actions taken.
No proper system in place Employee file and Management Interview Keep record of investigation and sanctions 
given for every disciplinary action.
30-Nov-05 Will keep record of every disciplinary action not verified during this visit pending record of disciplinary actions is kept document review completed
5. Nondiscrimination
Factory rules and/or policy does not cover 
the content of non-discrimination.
Company Rules and Regulation, Chapter 2, 
Point 1, Page 5
Formulate written policy about non-
discrimination and guidelines on how 
discrimination shall be avoided. Brief all 
employees about the new policy and 
guidelines. Include in briefing of incoming 
employees 
30-Nov-05 Factory rules and regulations on non-
discrimination will be reviewed.
Policy and guidelines already formulated but not yet 
included the topics for briefing of workers.
= need further follow up on inclusion of policy in 
briefing of workers
interview and 
document review
pending Topic not yet included in the briefing management 
interview; 
documents review
pending Briefing guide for new workers was revised on 
July 1, 2006 and now includes non-discrimination
new brieifng 
guide
completed
Hiring Discrimination Practices Employment decisions will be made solely on 
the basis of education, training, 
demonstrated skills or abilities. All 
employment decisions will be subject to this 
provision.  They include: hiring, job 
assignment, wages, bonuses, allowances, 
and other forms of compensation, promotion, 
discipline, assignment of work, termination of 
employment, provision of retirement
On job announcement it indicates specifically 
about age and sex of applicant. In addition, 
the application form asked about pregnancy 
and marital status
The promotion and special incentive provided 
and implemented is without written or proper 
announcement to the employee and there is 
no evaluation system to support these 
decisions. Some bonus or compensation is 
based on supervisor/management's personal 
judgment.
No company announcement (document 
review) and some workers stated and felt it is 
an unfair system.
I.  Revise job announcement to exclude 
specification of age and sex.  Application form 
should be revised also omitting questions 
about pregnancy and marital status. These 
data about age, pregnancy and marital status 
can be asked later after the hiring process.    II. 
Formulate performance evaluation system that 
will serve as basis for promotion or granting of 
bonus and a mechanism for discussing the 
rating with the employee concerned and review 
by the next higher position than the one 
making the evaluation.  Evaluation system 
should indicate clearly the aspects of 
employee's performance being evaluated. 
Inform all employees about the rating system 
and its details.
30-Nov-05 Discrimination on hiring practices has been 
corrected as suggested and currently 
implemented.  Promotion evaluation system 
such as bonus/compensation will be 
reviewed and posted in the main board.
I) Job announcement no longer specifies age and sex 
preference. Pregnancy information is still in the 
application form but form will be revised on Feb. 7, 
2006. 
II) New incentive system for 2006 was announced to 
all workers, a bonus based on the average daily 
performance per quarter to be provided per month 
which would be revised quarterly based on average 
daily piece rate earnings during previous 3-month 
period.   Workers interviewed were satisfied with the 
announcement.  Still reviewing the impact of the new 
system of salaries (awaiting end of 3-month period to 
verify actual impact on salaries). 
interview and 
document review
pending Revised application form no longer contains 
pregnancy information
copy of the new 
application form 
that is on file in 
one employment 
record that was 
checked
completed
Pregnancy Dismissal Employers will not, on the basis of a woman’s 
pregnancy, make decisions that result in 
dismissal, threat to dismiss, loss of seniority, 
or deduction of wages
The worker who has been found pregnant 
during probation will not be hired or have 
their contract continued as a regular worker.
Worker interview and indication from the 
application form
In the written policy about non-discrimination, it 
shall be clearly stated that pregnancy shall not 
be a reason for a female employee not to be 
considered for employment or for termination. 
30-Nov-05 New policy states that pregnant worker shall not be 
denied for employment or shall be terminated.
Production Manager, Personnel Manager and 
personnel officers were briefed on the new policy.
interview and 
document review
completed Interviewed workers know about this new policy workers' interview completed
Pregnancy Risk TLP 1998 Chapter 3 Section 39 "The 
employer shall not allow a female employee 
who is pregnant to work between 10:00 P.M. 
to 6:00 A.M., to work overtime, to work on 
holiday, or to perform any of the following…."
Employers will ensure that pregnant women 
are not engaged in work that creates 
substantial risk to the health of the pregnant 
woman.
Some of pregnant workers are allowed to 
work OT.
Worker interview and payroll cross-checking Issue instructions to observe the legal 
restrictions under Sec. 39 of the LPA regarding 
the restrictions on work assignment for 
pregnant employees.   Keep a register of 
pregnant employees for monitoring and ensure 
observance of Sec. 39.  Brief all employees 
especially supervisors regarding this.  .
30-Nov-05 Already implemented. New policy states that pregnant worker shall not be 
allowed to work overtime and on Sundays and 
holidays; not assigned in night shift or in work that will 
endanger her pregnancy.  Exception for no overtime 
policy for pregnant employees are those in 
Accounting and those holding managerial positions.
= Register of pregnant workers not checked
= Other employees, including Production and 
Personnel Managers and personnel officers, not yet 
briefed on this
interview and 
document review
completed
pending
pending
Register of pregnant employees is already prepared.
Interviewed supervisors and workers are all aware 
about the policies for pregnant employees on 
prohibition for overtime and night shift work
Supervisors mentioned that pregnant workers are  
prevented from doing overtime work. They check the 
list of those who volunteer to work overtime in any 
day if pregnant worker is included.
register of 
pregnant 
employees;  
interviews of 
workers and 
supervisors
completed Registry of pregnant employees contains nine 
names. One has already given birth and was paid 
the maternity leave pay. Others are scheduled to 
give birth in 2007. 
Evaluation test after briefing of new employees 
includes question regarding prohibition of 
pregnant worker to work overtime. Pregnant 
workers are aware od such prohibition.
register of 
pregnant 
employees;   
payroll and pay 
slip; evaluation 
test, interview
completed
6. Health and Safety
Fire Safety  Health and Safety legal 
compliance
-Notification of Ministry of Interior regard to 
fire safety, Safety officer service                                
- Ministry of Industry Notification Revision 13 
issue under the Factory Act B.E.2535 refers 
to Manufacturing responsibility           - 
Attached Condition of Notifying Operation 
Certificate                       - Factory Act 
b.E.2535 clause  7&11&18                                         
- Ministry of Interior Revision 39 & 47 & 55 
issue under the Building Control Act 
B.E.2522
Employer will comply with applicable health 
and safety laws and regulations.  In any case 
where laws and code of conduct are 
contradictory, the higher standards will apply.  
The factory will possess all legally required 
permits
No Illuminated / Luminous emergency exit 
sign posted. No electricity back up (2 hours) 
for the emergency light, alarm and exit sign. 
The fire extinguishers present in the factory 
are not appropriate to deal with all type of 
fires (spec. electrical fires).
Amount of Fire extinguisher does not comply 
with legal requirements. No proper fire 
extinguisher to deal with fires caused by 
electricity.
Visual inspection, floor plan review, draft fire 
evacuation procedure 
Install luminous or illuminated sign at all exits.  
Regularly inspect emergency lights and 
illuminated exit signs to ensure that they are 
properly charged at all times to provide 
sufficient illumination during power outage. 
Acquire adequate amount of fire extinguisher 
units applicable for electrical type of fires. 
Inspect all units regularly.
30-Nov-05 Already Implemented Luminous exit signs available but too small.  
Factory has adequate number of fire extinguishers 
based on 1 per 25 sq. meter standard.  Some fire 
extinguishers are not properly laid out/distributed, 
hence it seems that there are not enough. Current 
units are multi-purpose and can deal with electrical 
fires.
inspection pending
completed
Exit signs not yet corrected. Luminous or lighted exit 
signs not available
New units of fire extinguishers are of the ABC type 
that can deal with all types of fires.
inspection pending
completed
Factory used arrows made of reflectorized 
materials at exits  but was told that it was not 
enough. Lighted exit signs must be used
inspection pending
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Updates (Cite Date of Follow up)IEM Findings
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological or verbal 
harassment of abuse.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, termination or 
retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political opinion, or social or ethnic origin.
2.Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger than the age 
for completing compulsory education in the country of manufacture where such age is higher than 15.
Remediation
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked with, or 
occurring in the course of work or as a result of the operation of employer facilities
Page 1 of 3
[Status]
FLA Code/ Compliance issue Country Law/Legal Reference FLA Benchmark Non-compliance Risk of Non-compliance  Evidence of Non-compliance 
(uncorroborated)
If not corroborated, explain why Sources/Documentation used for 
corroborating
Notable Features implemented by Factory 
Management or Company
PC Remediation plan Target 
Completion 
Date
Factory Response (Optional) Company follow up                                                
(February 6, 2006)
Documentation Completed; 
Pending; On-
going
Company Follow up                                                                        
(June 28, 2006)
Documentation Completed; 
Pending; On-
going
Company Follow up                                                                        
(November 8, 2006)
Documentation Completed; 
Pending; On-
going
Updates (Cite Date of Follow up)IEM Findings Remediation
Document Maintenance/ Accessibility All documents required to be available to 
workers and management by applicable laws 
(such as policies, MSDS, etc.) shall be made 
available in the prescribed manner and in the 
local language or language spoken by 
majority of the workers if different from the 
local language
No MSDS, first aid procedure, chemical & 
machine safety instructions posted.
visual inspection i. Post copy of material safety data sheet 
(MSDS) in local language at the area where 
the chemical is used or stored.  Conduct 
training for workers involved in using or 
handling the chemicals.    ii. Post first aid 
procedures in conspicuous areas where it can 
be easily seen and read by workers.  Post 
safety operating instructions at or near every 
machine.   Brief all workers about these 
procedures.  
30-Nov-05 No chemical is used in the factory.  Machine 
safety instruction and training will be 
implemented.
No chemical is used in the factory.  The only 
"chemical" is the machine oil for lubrication of sewing 
machines.   MSDS not deemed necessary
Current machine safety announcements are 
adequate. First aid procedures have been posted 
near some first aid boxes.    
interview and 
inspection
completed Cleaning agents found were only water with 
detergent and a multi-purpose cleaner by Amway.
inspection completed No chemicals used as cleaning agents inspection completed
Evacuation Procedure All applicable legally required or 
recommended elements of safe evacuation 
(such as posting of evacuation plans, 
unblocked aisles/exits, employee education, 
evacuation procedures, etc.) shall be 
complied with and workers shall be trained in 
proper safety, first aid, and evacuation 
procedures
No appropriate emergency response & 
evacuation plan; so the factory could not 
define/designate safe escape route, 
emergency exit doors and safe assembly 
point.
Slope of stair is too steep and needs to be 
corrected. Many components were 
obstructing emergency escape routes
visual inspection I. Develop an emergency response and 
evacuation plan.  This shall include the 
appropriate evacuation procedure including 
properly designated and unobstructed exit 
routes, doors and assembly point.  Organize 
an emergency response team,    to handle 
situations in case of emergency.  Explain 
procedures to all employees.        II. Correct 
the slope of the stair to reduce steepness. 
30-Nov-05 Evacuation plans will be reviewed and posted 
in all floors together with the escape routes.  
Fire fighting training is conducted regularly 
once a year according to local laws.
Every working area (as bounded by half partitions) is 
small and would not even need an evacuation plan 
for workers to know the escape route. It takes only a 
few strides from one end to the stairs at the other 
end. Each area with less than 20 persons in it has its 
own stairs. 
Fire escape drill was recently conducted under 
supervision of fire fighting agency. An area outside 
the factory had been  designated for safe assembly.    
Space in factory is small, hence the tendency for 
aisles to be obstructed with materials. Factory is 
expanding to another facility and some materials 
would be transferred there.
Slope of stair cannot be corrected because of building 
structure limitation. But since there are few persons in 
each area, going down during emergency would not 
be a problem
inspection pending Working areas not clogged by materials.  All aisles 
and exits are clear except for one stairwell where a 
drinking fountain is placed on the landing
= Drinking fountain must be relocated
inspection pending All aisles and exits are clear.  Drinking fountain 
already relocated
inspection completed
Safety Equipment - Notification of Ministry of Interior                                
- Manufacturer responsibility issues under the 
Factory Act B.E.2535
All safety and medical equipment (such as 
fire fighting equipment, first aid kits, etc.) 
shall be in place, maintained as prescribed 
and accessible to the employees
No first aid procedure to deal with normal 
operations and emergency cases. No central 
first aid available. In addition, first aid 
supplies and medical equipment are not 
adequate according to legal requirement, i.e.. 
tourniquet. 
No clearly marked post at first aid box and 
one location of first aid box is obstructed
visual inspection a. Develop a proper health and medical 
procedure for normal and emergency medical 
requirements.  b. Provide a properly 
maintained emergency treatment room and 
designate a qualified medical or health officer 
to oversee all health requirements in the 
factory.   c. Provide first aid box with adequate 
supply at each section and regularly inspect to 
replenish supplies that are lacking;  make first 
aid boxes easily accessible at all times, i.e., 
unlocked and unobstructed access.   d. Send 
more workers, representing each section and 
shift,  for adequate first aid training. 
30-Nov-05 Already Implemented First aid supplies are adequate except for tourniquet. 
Indication signs for some first aid boxes need to be 
improved, as some cannot be easily seen.  
Central first aid supplies are in the office in the 
ground floor, and functions as central treatment area 
yet no formal treatment room exists. 
First aid training was conducted alongside fire drill 
training.   Establishment of treatment room needs 
further follow up. 
inspection
pending
Treatment area not yet designated.   inspection, 
interview, 
document review
pending Treatment area is provided with medicine cabinet 
and a folding bed. A lavatory is available about 
two meters away.
inspection completed
PPE  - Notification of Ministry of Interior and 
Notification of Ministry of Industry              - 
Manufacturer responsibility issue under the 
Factory Act B.E.2535
Workers shall wear appropriate protective 
equipment (such as gloves, eye protection, 
hearing protection, respiratory protection, 
etc.) to prevent unsafe exposure (such as  
inhalation or contact with solvent vapors, 
noise, dust, etc.) to hazardous elements 
including medical waste.
No proper PPE for person who handles 
chemicals/oil and also no emergency eye 
wash in place for chemical emergencies. 
visual inspection Designate an appropriate area for chemical 
application near window or door and away from 
other working areas;   make available 
necessary PPEs like gloves, mask, goggles 
and apron including emergency eye wash.    
Brief workers and supervisors in the area on 
the importance and proper use of PPE.   
Enforce use of PPE consistently
30-Nov-05 No chemical is used in the factory.  Cleaning agent is only water with soap and "multi-
purpose cleaner" by Amway.  The "chemical" referred 
to was lubrication oil which was stored in the 
warehouse.  No further action needed   
inspection completed Cleaning agents found were only water with 
detergent and a multi-purpose cleaner by Amway.
 completed No chemicals used as cleaning agents inspection
Chemical Management   Notification of Ministry of Interior and 
Notification of Ministry of Industry
All chemicals and hazardous substances 
should be properly labeled and stored in 
accordance with applicable laws.  Workers 
should receive training, appropriate to their 
job responsibilities, in the safe use of 
chemicals and other hazardous substances
No hazard communication in place, such as 
label or warning sign. No chemical training 
for concerned workers.
Visual inspection, Document review and 
worker interview
Provide safety signs for chemicals and properly 
label chemical containers including danger 
signs.    Provide adequate training on MSDS 
for workers handling and using chemicals 
about its hazards and proper handling and 
disposal.
30-Nov-05 No chemical is used in the factory.  No need for chemical safety training as only "multi-
purpose cleaner" and machine oil is used in the 
facility.  
inspection completed One of the workers who were interviewed was a 
stain cleaner. She mentioned that she uses only 
water, detergent and brush in cleaning.
interview completed No chemicals used as cleaning agents inspection
Ventilation/Electrical/facility maintenance Notification of Ministry of Interior and 
Notification of Ministry of Industry
All ventilation, plumbing, electrical, and 
lighting services shall be provided and 
maintained to conform to applicable laws and 
prevent hazardous conditions to employees 
in the facility
Not adequate lighting at stairs and jigsaw 
cutting table.
visual inspection Measure illumination at all work sections and 
provide additional lighting in areas where 
illumination is found to be inadequate.
30-Nov-05 Will have an organization inspect light and 
noise values in the factory before the year 
end, and implemented corrective measures 
as necessary..  
Number of lighting facilities are adequate but 
improperly placed, as they were transferred to an 
inappropriate place (too far from exits). Factory was 
advised to ensure that light beams are strongest on 
the stairwells.
inspection  pending Lighting facilities are now properly placed including 
those at the stairs and jigsaw cutting table.  Workers 
at the area confirmed changes done on the lighting 
facilities
inspection; 
interview of 
workers  
completed all working areas are adequately lighted inspection
Record Maintenance Notification of Ministry of Interior and 
Notification of Ministry of Industry
All safety and accident reports shall be 
maintained for at least one year, or longer if 
required by law
No incidents/accident investigation records. 
No record of safety committee minutes 
available. No report of Jor Por no.3 to 
Provincial Labor officer
visual inspection and document review Maintain accident records whether minor or 
major including investigation of the cause and 
suggestion to prevent or eliminate recurrence.  
Coordinate with the provincial labor officer 
about the submission of periodic report on the  
occupational health and safety status in the 
factory.   Let the Health and Safety Committee 
take an active role and keep record of the 
minutes of its meetings.
30-Nov-05 Already implemented.  Information will be 
updated monthly.
Safety committee meeting minutes and accident 
record now available. 
No reports yet submitted to Provincial Labor officer.
document review completed
pending
Report to Labor Ministry not yet done interview pending Factory said that based on its inquiry with the 
Labor Ministry, only a registered safety officer can 
sign the required report and that he has to work 
full-time in the factory.  Factory have advertised 
need for such an officer but because of its size, it 
could not meet the salary required by those who 
applied for the position. According to the factory, 
the Labor Ministry has a list of qualified safety 
officers. Hence, they cannot hire those who are 
not in the list. (This was confirmed by a much 
bigger factory who has its own safety officer)
management 
interview
pending
Machinery Maintenance Notification of Ministry of Interior and 
Notification of Ministry of Industry
All production machinery and equipment shall 
be maintained, properly guarded, and 
operated in a safe manner
No installation of needle guard at sewing 
machines.  Need to conduct Safety 
management program as well as establish 
full-time responsibilities of safety officer
Fall hazard and lock out/ tag out procedures 
need to be implemented.
Staff interview, visual inspection and 
document review
Design a safety management program to be 
implemented by the Health and Safety 
Committee which shall include accident 
prevention, risk and hazard elimination, etc.   
Install needle guards on sewing machines and 
maintain regularly 
30-Nov-05 Already implemented on single needle high 
speed machines.
Needle guards not yet installed in many machines.  
Safety program to be developed with newly-
established H&S committee.
inspection and 
interview
pending Needle guards not yet installed on some machines. 
Safety Management program not yet developed but 
regular inspection of fire extinguishers and the fire 
drill are done.
inspection; 
interview
pending A few machines not yet provided with needle 
guards.  Safety Management Program yet to be 
developed by the safety officer to be hired
inspection, 
management 
interview
pending
Worker Participation Workers should be involved in planning for 
safety, including through worker safety 
committees
Unreliable safety committee, there is no 
evidence to show that this committee 
conducted meetings.
Worker interview & document review Clearly define the role and responsibilities of 
the Health and Safety Committee including the 
holding of regular meeting.   Include 
representatives from every department, health 
officer, workers and management 
representatives
30-Nov-05 Already implemented.  Members of safety committee were democratically 
elected similar to the welfare committee.  Some 
members of safety committee inspect fire 
extinguishers on monthly basis and co-plan the fire 
drill. Maintenance / inspection of emergency lights 
were not included in their duties.  Factory was 
advised to further define the roles of individual 
committee members. Minutes of meetings were 
presented to auditors, as well as fire drill records.  
Factory still to provide a planned meeting schedule 
for safety committee per local law.  For further follow 
up.
interview and 
document review
pending Health and Safety Committee does not meet 
regularly.
record of meeting, 
interview
pending Health and Safety Committee holds a monthly 
meeting. Meeting in July discussed repainting of 
directional arrows on the floor and installation of 
emergency lights in response to the findings in 
the previous visit by the auditor.  Meeting in 
October included removal of obstruction on the 
stairs and the next safety training to be 
conducted. (Note: minutes of meeting in August 
and September are also available)
minutes of 
meeting
completed
Right to Freely Associate TLP 1998 Chapter 7 Section 96-99 "in 
business establishments where there are fifty 
or more employees, the employer shall 
arrange to have welfare committee in such 
business establishment which shall consist of 
at least five representatives of the 
employees..... the welfare committee shall be 
elected every two years and the employer 
shall hold meetings with the welfare 
committee in the business establishment at 
least once every three months, or when 
requested by more than one half of the total 
members of the welfare committee or when 
reasonably requested by the labor union. For 
the employee's information, the employer 
shall post at a public place at the employee's 
work place the notifications of the provision of 
welfare under ministerial regulations issued 
under Section 95 or pursuant to an 
agreement with the employees.
Workers will have the right to establish and, 
subject only to the rules of the organization 
concerned, to join organizations of their own 
choosing without previous authorization.  The 
right to freedom of association begins at the 
time that a worker seeks employment, and 
continues through the course of employment
The welfare committee was elected on Jan 2, 
2002 and no minutes or real function of the 
committee can be found. In addition some of 
the committee resigned and there were no 
replacements as required by the law.
Company record, Worker interview, 
Management Interview
Formulate a system about the operation of 
Welfare Committee which shall include clear 
definition of  the function of the committee, 
roles and responsibilities of officers and 
members, recording of committee activities, 
frequency and manner of election of officers, 
recording of election activities,  replacement of 
officer in case of resignation, etc.  Inform all 
employees about this.
30-Nov-05 Already implemented Welfare committee newly elected in September 2005 
along with H&S committee.  Minutes of meetings 
were made available.   Committee meets only every 6 
months instead of the quarterly meetings required by 
law.    Names of welfare committee representatives 
were not submitted to local labor bureau for 
registration purposes.  Functions and roles were 
defined, but there is a need to follow up whether the 
terms, re-election, etc. comply with local law.
document review 
and interview
pending Welfare Committee does not meet regularly.
Present election procedures do not ensure workers' 
representation.  Factory was told to allot to workers' 
representatives three out of five positions for 
committee members  
record of 
meetings; 
interview
pending Welfare Committee holds monthly meetings but 
guidelines for the election process have not yet 
been established.  Meeting in July discussed 
change of schedule of holiday. Meeting in 
October discussed request of workers carrying 
materials to upper floors to be provided with back 
support, which was granted by management. 
(Note: minutes of meeting in August and 
September are also available)
minutes of 
meeting and 
management 
interview
completed
Employer Interference/Elections See Regulations of Ministry of Labor and 
Social Welfare Governing the Rules and 
Procedure for obtaining Employer 
Representatives and Employee 
Representatives in the Committees under the 
Labor Protection Act B.E 2541 (1998)
Workers’ organizations have the right to elect 
their representatives and conduct their 
activities without employer interference
The election process of Welfare Committee is 
not according to the law. (no secret vote in 
accordance with the rules and procedure 
prescribed by the Board).
Document review, Worker interview and 
management interview
In the Welfare Committee system, make sure 
that all the rules and procedures are in 
accordance with the law including the manner 
of holding election which should be by secret 
voting.  Keep record of the election 
proceedings.
30-Nov-05 Already implemented Secret ballot election conducted in September 2005. 
Records were presented to auditors.
document review 
and interview
completed  
8. Wages and Benefits
Wage Benefits Awareness Employers will communicate orally and in 
writing to all employees in the language of 
the worker the wages, incentive systems, 
benefits and bonuses to which all workers 
are entitled in that company and under the 
applicable law
The workers know the new minimum wage 
increment through the media. There is no 
announcement or information regarding 
wages, OT paid/calculation and other special 
bonus (except diligence incentive and 
efficiency incentive) posting/communicated 
from the company side. 
Visual inspection, Worker Interview The factory has paid the employee the new 
min. wage rate according to the Government 
Announcement on August 1, 2005
Arrange timely posting of announcement about 
changes in minimum wage, bonuses of other 
wage payments and the manner of 
computation including the date of their 
implementation.  Post sample computation on 
the bulletin boards.
30-Nov-05 Will be implemented. New minimum wage effective January 1, 2006 as well 
as the sample for overtime calculations were already 
posted.
document review 
and visual 
inspection
completed Required information still posted on the bulletin 
board
inspection completed Required information still posted on the bulletin 
board
Factory is aware that minimum wage will be 
increased by 7baht on January 1, 2007. When 
asked about the possible wage distortion among 
its workers, management said that it will not 
happen because the factory grants increase 
across the board. As of this visit, only 35% of 
employees get the minimum rate.  The rest are 
above the minimum rate.
inspection; 
management 
interview, 
document 
review
completed
Wage and Benefits Posting All notices that are legally required to be 
posted in the factory work areas will be 
posted.  All legally required documents, such 
as copies of legal code or law, will be kept at 
the factory and available for inspection
No legal announcement regarding wage, OT 
and benefit posted. And no support system to 
keep and follow up with updated laws.
Visual inspection, Worker Interview Arrange timely posting of announcement about 
changes in minimum wage, bonuses of other 
wage payments and the manner of 
computation including the date of their 
implementation.  Post sample computation on 
the bulletin boards.
30-Nov-05 Already implemented. New minimum wage effective January 1, 2006 as well 
as the sample for overtime calculations were already 
posted.
completed HR Manager attended a seminar on labor law and 
frequently visits the website of the Ministry of Labor.  
She showed some information that she downloaded 
from the website
interview of HR 
manager; copy of 
materials surfed 
from the website
completed Factory is aware that minimum wage will be 
increased in 2007
interview completed
Other:  Legal Compliance TLP 1998 Chapter 5 Section 77" In case the 
employer is required to obtain the employee's 
consent, or there is an agreement with the 
employee concerning payments under 
section 54, 55 or deduction under section 76 
the employer shall prepare a written 
document and have the employee to sign the 
same as evidence of the granting of consent, 
or there shall be an explicit agreement 
thereof. 
The worker who comes to work late will 
receive deductions according to their minute - 
wage; however, there is no written 
agreement with employees which is not 
compliant to the law.
Payroll and Employee Personal File Clearly indicate in the rules and regulations the 
policy for coming late for work and discuss 
clearly with the workers.
 Already implemented. Rules and regulations on tardiness had been 
formulated before but not in writing. Written rules and 
regulations are now available but need to be 
submitted to the Ministry of Labor for approval.
= need further follow up on approval by Ministry of 
Labor and inclusion of the regulations in briefing of 
workers
document review  pending Rules on tardiness are included in the briefing of 
new workers. A question in the briefing evaluation 
test is about the consequences of tardiness.
 
New rules already submitted to the Ministry of Labor 
but approval not yet received
interview;  pending Factory still working on the suggested revisions 
by the Ministry of Labor.  It expects complete the 
revision and resubmit to the Ministry of Labor 
within this month. 
management 
interview, rules 
and regulations 
with markings 
for correction by 
the Ministry of 
Labor
pending
7. Freedom of Association and Collective Bargaining
Employers will recognize and respect the right of employees to freedom of association and collective bargaining
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a base, at least the 
minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally mandated benefits
Page 2 of 3
[Status]
FLA Code/ Compliance issue Country Law/Legal Reference FLA Benchmark Non-compliance Risk of Non-compliance  Evidence of Non-compliance 
(uncorroborated)
If not corroborated, explain why Sources/Documentation used for 
corroborating
Notable Features implemented by Factory 
Management or Company
PC Remediation plan Target 
Completion 
Date
Factory Response (Optional) Company follow up                                                
(February 6, 2006)
Documentation Completed; 
Pending; On-
going
Company Follow up                                                                        
(June 28, 2006)
Documentation Completed; 
Pending; On-
going
Company Follow up                                                                        
(November 8, 2006)
Documentation Completed; 
Pending; On-
going
Updates (Cite Date of Follow up)IEM Findings Remediation
Legal Compliance for holiday/leave TLP 1998 Chapter 2 Section 32 " The 
employee shall be entitled to take sick-leave 
for such days as the employee is actually ill. 
If sick-leave is taken for a three or more 
working days, the employer may require that 
employee produce a medical certificate from 
a first class modern physician or from a 
government clinic...."
Workers will be paid for holidays and leave 
as required by law
One or two days sick leave requires a 
medical certificate and they do not receive 
compensation as outlined in the law. 
Worker interview, payroll of Dec '04 found 
one employee took two sick leave days but 
received paid compensation for only one day.
Formulate a clear policy and procedures on the 
payment and availability of sick leave including 
documents required for submission for sick 
leave of over two days. Inform all employees 
about this.  Include in briefing of incoming 
employees.
30-Nov-05 Already implemented. New guidelines state that medical certificate is 
required only for sick leaves of three days or more.
Not verified if the new guidelines have been relayed 
to the employees.  Need further follow up.
document review completed
pending
employees are aware of the new guidelines interview completed This item is one of the questions in the briefing 
evaluation test. 
copy of briefing 
evaluation test
completed
Accurate recording of wage compensation All hourly wages, piecework, bonuses, and 
other incentives will be calculated and 
recorded accurately
9. Hours of Work
Overtime Limitations TLP 1998 Chapter 2 Section 28: " The 
employer shall let the employee have at least 
one day per week as a weekly holiday and 
the interval between each weekly holiday 
shall not be longer than six days. The 
employer and employee may agree in 
advance to fix any day as a weekly 
holiday........."
Except in extraordinary business 
circumstances, employees will (i) not be 
required to work more than the lesser of (a) 
48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours 
allowed by the law of the country of 
manufacture or, where the laws of such 
country will not limit the hours of work, the 
regular work week in such country plus 12 
hours overtime; and (ii) be entitled to at least 
one day off in every seven day period.  An 
extraordinary business circumstance is a 
temporary period of extra work that could not 
have been anticipated or alleviated by other 
reasonable efforts
Found avg. OT working hours in May’05, 15-
33 hrs/wk (plus 48 regular hours) and Dec’ 
04, 15-24 hrs/wk (plus 48 regular hours) and 
found Sunday work on May 8, 05 which was 
consecutive for 6 working days (no substitute 
day off).
Worker Interview, Payroll and Time record Check production planning and schedules and 
find ways to reduce overtime and avoid work 
on rest day to the level complying with the 
Code of Conduct requirement.  In case work on 
rest day cannot be avoided, ensure that a 
substitute rest day is given immediately the 
following week. Explain to the employees the 
necessity of following the standards.
30-Nov-05 According to local laws and regulations, we  
are allowed to have maximum of 36 hours / 
wk of overtime.  Therefore, OT 15-33 hours / 
week is not against local laws.  Re: holiday 
work topic,  the company's policy is to have 
one day holiday for all employees, but in 
some cases (1 to 2 times in a year) we have 
to ask for volunteers to work half day on 
Sunday as any stoppage during that process 
will affect the company's work.
no update on this pending Time cards that were checked showed overtime of 2 
to 2.5 hours from Monday to Friday and none on 
Saturdays.  No work on Sundays found but 
management staff and workers mentioned that there 
were times that they worked on Sundays but in very 
few instances only.
time cards and 
interview
on-going Time cards checked showed overtime work of up 
to 23 hours a week for three weeks in July and up 
to 20 hours a week for two weeks in October for 
some workers. Other periods since June 2006 
had very little or no overtime.  No work on 
Sunday was found since June 2006.
time cards on-going
10. Overtime Compensation
OT Compensation Awareness Workers shall be informed about overtime 
compensation rates, by oral and printed 
means
There is no announcement or information 
regarding wages, OT paid/calculation and 
other special bonus (except diligence 
incentive and efficiency incentive) 
posted/communicated to the workforce. 
Visual inspection and worker interview Provide briefing for all the employees about 
payments of wages and benefits and how they 
are calculated.  Post all the necessary 
information on notice boards in the working 
areas.  Include these topics in the orientation 
training of incoming employees.
30-Nov-05 In process Required information are posted on the bulletin 
boards.  Topic is included in the briefing of new 
workers.
interview and 
document review
completed Required information still posted on the bulletin 
board
inspection completed Required information still posted on the bulletin 
board
inspection completed
Miscellaneous
Unauthorized subcontracting There is no control system for overseeing 
sub-contractors.
Management interview Management did not aware of this point but 
they frankly inform all the information and 
shown interest by asking more 
information/knowledge for improving.
Designate a person-in-charge to oversee 
subcontractors including their compliance  with 
the Code of Conduct provisions and the local 
laws. Ensure that sub-contractors are 
approved by Puma.
30-Nov-05 only printing and embroidery are sub-
contracted;  will require sub-contractors to 
sign undertaking to comply with the 
standards;  will check sub-con occasionally
no update on this pending Only one sub-contractor does both printing and 
embroidery works. An undertaking was signed for 
the sub-con to observe compliance with the 
standards but factory said that they cannot enforce it 
because they are only a small customer. 
document; 
interview
pending
Possible homework The factory admitted giving some 
unsupervised homework to employees.
Management interview Management did not aware of this point but 
they frankly inform all the information and 
shown interest by asking more 
information/knowledge for improving.
Ensure the safety of the people who will do the 
job and that they are paid not less that the 
equivalent in minimum wage for the time spent 
in doing the job.
30-Nov-05 These are for simple tasks only such as the 
making of bow (small ribbon to be attached to 
the bra) and inserting the bra strap into the 
metal slide adjuster.  
"Homework" policies state that only hand work will be 
covered;  cannot be transferred by the assigned 
employee to another person and that no children will 
be involved in the work. 
Currently, very limited homework is being conducted  
copy of contract 
for "homework"
pending At present, there are five employees entrusted to do 
"home work", which are for (a) making a small 
ribbon and (b) inserting the strap into the metal slide 
of the bra. Only hand needle is  used in making the 
bow to form and bind it.  The auditor asked for 
actual demonstration of the work and took the time 
spent for two trials each as follows:
= 0.53 and 0.60 mins. (or 32 and 36 secs.) for the 
bow including the time spent in making the knot on 
the thread;  
= 0.228 and 0.232 mins. (or 13.7 and 13.9 secs.) for 
inserting the strap into the metal slide. 
These jobs are done only during free time of the 
workers at home.  
Such kind of jobs if done in the factory will greatly 
affect the production flow. At the same time, it is 
also able to provide additional earnings to the 
employees concerned. The amount paid for the 
"home work" was reflected on the payroll / pay slip 
as "extra job"
interview;  
documents 
review;  actual 
demonstration
completed At present, only the making of bow is sent out for 
"home work".  The insertion of strap into the metal 
slide is done in the factory. Based on the "home 
work" records from July to October 2006, the 
average time spent by the assigned employees 
(from the time of issuance to the time of 
completion), was less than one hour in a day.
Payments for the work done were more than the 
equivalent in minimum wage and were properly 
reflected on the payroll.
management 
interview, "home 
work" file and 
payroll records
completed
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 hours per week 
and 12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the regular work week in such country plus 12 hours overtime; and (ii) be entitled to at least 
one day off in every seven day period
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such premium rate as is 
legally required in the country of manufacture or, in those countries where such laws will not exist, at a rate at least equal to their regular 
hourly compensation rate.
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